Recent media coverage has called attention to what some see as an unreasonable use of force by law enforcement officers against unarmed
b r i ng i ng i -o to l aw e n f orc e m e n t 527 defining racial bias and then review the relevant body of research that has been done in the context of, or that is related to, police forces. Next, we discuss a greater integration of the resources I-O psychologists have developed (e.g., expertise and approaches in public safety personnel selection, training, leadership) that can be leveraged to help in reducing racial biases within the law enforcement community. I-O psychologists have many tools to make a difference and frequently use these tools to create talent acquisition and talent management systems that focus on reducing and preventing racial and other biases in organizations. However, we argue that I-O psychology practitioners and researchers can do even more to specifically help reduce systematic racial biases within law enforcement.
Racial Bias Defined
Racial bias often has been defined in terms of overt (e.g., racial profiling) or subtle (e.g., implicit bias) discrimination, but these are just two of the many ways that bias toward citizens might be defined or contextualized. In the context of police officer behavior toward citizens, we define racial bias as any treatment-whether implicit or explicit, subtle or overt, or intentional or unintentional-that law enforcement personnel express toward citizens based on the citizens' race. Moreover, bias can be of both positive and negative types; here, we focus exclusively on the negative type, or that which shortchanges, restricts, devalues, and/or harms citizens. In sum, "bias-based policing" (Gove, 2011) involves the racial stereotypes, prejudice, and discrimination that some members of law enforcement possess and direct toward citizens. Individuals of all races may be victims of bias-based policing. In this article, we focus specifically on questions of police bias and violence toward Black people in the United States because this is the minority group that has been recently highlighted as the target of several perceived race-related violent incidents (see those mentioned in the opening paragraph), spurring social movements calling for change (e.g., "Black Lives Matter"; Garza, Tometi, & Cullors, 2012) . In addition, we focus on this group because most of the empirical research on racial biases focuses on Black targets.
It is important to note that we fully recognize and appreciate that law enforcement is a very difficult job in which many brave individuals risk their health and lives to ensure justice, liberty, and the safety of our citizens. We believe that a vast majority of these individuals do their job well and treat citizens of all races fairly. Furthermore, in this occupation there are instances when acts of aggression against citizens are necessary to restore order and protect communities and/or the officer involved.
However, we also know from research that bias (whether intentional or unintentional) influences decisions, and there are likely cases where some officers make different judgment calls about the course of action in similar situations that involve Black versus White citizens. Indeed, the FBI director James Comey has acknowledged directly the "disconnect" between police agencies and communities of color in a speech given in February 2015 1 (see Horwitz, 2015) . Comey suggested that police officers (whether Black or White) have a different reaction to two young men (Black vs. White) on sidewalks because Black men "look like so many others the officer has locked up" (Horwitz, 2015) . Comey further stated that he doesn't know how many people (of any race) have been shot by the police because these data previously have not been reported consistently to the FBI.
In contrast to one prevalent argument, data do suggest that bias goes beyond the rationale that police simply respond differently to Blacks (vs. Whites) because Blacks commit more crimes than do Whites. For instance, in a study conducted on misdemeanor arrests in New York City (15% of the crimes), when taking their representations within the general population into account, Blacks and Latinos were more likely than were Whites to be detained, convicted, and incarcerated for the same crime (Golub, Johnson, & Dunlap, 2007) . Other research shows that a disproportionate occurrence and intensity of force is used against Blacks compared with Whites and that Blacks are significantly more likely to be killed by police officers than are Whites (Bureau of Justice Statistics, 2011; see Correll, Hudson, Guillermo, & Ma, 2014) . As a result, states are beginning to mandate a more thorough collection of race-tagged data related to arrests, alleged brutality, and other police data (e.g., demographics related to traffic stop data, any infractions).
In the absence of consistent, objective performance criteria in law enforcement, psychologists and other scholars have examined bias from a number of different paradigms. We describe such paradigms and the associated findings, as well as the implications such results have for science and practice.
Paradigms for Studying Racial Bias Related to Policing
There are several lines of research within psychology that can be used to explain, in part, some of the cognitive and attitudinal factors that may influence incidents involving officers engaging in potentially unwarranted violence against unarmed Black citizens. In the following section, we briefly discuss research on priming, stereotyping, racial profiling, shooter bias, stereotypicality, and discrimination against Blacks in order to lay the foundation for mechanisms that can play a role in law enforcement judgment and decision making about Black citizens.
Priming and Stereotype Research
There has been a longstanding association between Black individuals and perceptions of violence in the United States, and scholars have been studying this association for several decades. In one of the earliest psychology studies in this area, Allport and Postman (1947) examined people's memory for a pictorial scene on a subway in which a White man is holding a deadly razor and interacting with a Black man. People erroneously switched the race of the individuals when they recalled the event from memory. In other research, participants who watched a video of a heated argument and pushing behaviors were significantly more likely to rate the actor as engaging in violent behavior if he was Black instead of White (Duncan, 1976) . Similarly, Sagar and Schofield (1980) found that sixth grade boys interpreted vaguely aggressive but innocuous behaviors (e.g., bumping in the hallway, requesting food from others, poking a student, and using another's pencil without permission) to be more threatening when displayed by Black versus White targets.
Such findings have been replicated in more crime-related paradigms. For instance, even after controlling for neighborhood crime levels, a strong positive relationship was found between the percentage of young Black men in a neighborhood and the perceptions of that neighborhood's crime level (Quillian & Pager, 2001) . Moreover, in a series of studies, Eberhardt, Goff, Purdie, and Davies (2004) found that seeing Black versus White faces led participants to more accurately detect crime-related objects that were blurred. Put in a danger alert mode by viewing Black faces, participants seemed to be on the lookout for weapons. Similarly, Eberhardt et al. also found that showing weapons made participants focus on Black faces more than on White faces. More recently, Yang, Gibson, Lueke, Huesmann, and Bushman (2014) found that participants who were primed with the race-aggression link by playing violent video games as a Black avatar displayed stronger attitudes linking Blacks to violence than those who played violent video games as a White avatar. These findings suggest that people strongly associate Blacks with aggression, crime, and violence.
Racial Profiling
Racial profiling refers to the bias that some police officers use in targeting particular individuals of a racial group as crime suspects. Although racial profiling is illegal at the federal level, legislation banning racial profiling is not always applied by local law enforcement agencies (U.S. Department of Justice, 2014). Examples of racial profiling include disproportionate rates when compared with Whites of pulling over Blacks for unsubstantiated reasons, asking a Black man who is simply walking down the sidewalk where he is headed, or requesting identification from a Black man who is riding a bike in a White neighborhood (or any neighborhood)-all without reasonable cause. Racial profiling has received some empirical attention. For instance, a content analysis of traffic stops in a metropolitan city in the Midwest showed that Blacks (vs. Whites) were more likely (often 3-5 times as much) to be searched, to be asked whether they had weapons, to be asked to leave the vehicle, or to have a passenger and/or vehicle searched (Dixon, Schell, Giles, & Drogos, 2008) . In addition, in an analysis of traffic violations in a large metropolitan county in the Southeast, Alpert, Dunham, and Smith (2007) found that officers were significantly more likely to conduct a background check, complete a field interview card, and conduct pat-down and vehicle searches when they stopped Black motorists compared with White motorists. These patterns of differences reveal evidence for racial profiling and have led some to use the phrase DWB, which stands for driving while Black, as a play on words for DWI (driving while intoxicated).
Shooter-Bias Research
Given that people associate Blacks more than Whites with threat, crime, and danger (Correll, Urland, & Ito, 2006; Goff, Jackson, Di Leone, Culotta, & DiTomasso, 2014) , researchers developed a computer simulation to examine the impact that these perceptions may have on police enforcement. Using the police officer's dilemma, or shooter-bias paradigm, approximately two dozen studies have been conducted on the biases that police officers too often express toward Black versus White individuals (e.g., Correll et al., 2014; Correll, Park, Judd, & Wittenbrink, 2002; Payne, 2001; Plant & Peruche, 2005) . In these studies, researchers manipulate the target race (Black or White) and use a videogame simulation to have participants "shoot" the armed targets and "not shoot" the unarmed ones. A meta-analysis on the shooter-bias effect showed strong evidence that participants are quicker to shoot armed Black targets, are slower to "shoot" (using split-second decisions in a simulation) unarmed Black targets, and have a stronger bias (i.e., lower shooting threshold) to shoot Black targets (compared with White targets; Mekawi & Bresin, 2015) . Participants have been more likely to express this "shooter bias" when given less time to make their decisions (Correll et al., 2002; see also Greenwald, Oakes, & Hoffman, 2003; Payne, 2001) .
When comparing shooter bias for police officers versus community members, Correll and colleagues (2007) found that police officers were better able to detect weapons and set a higher criterion in deciding when to shoot than were community members. However, both samples demonstrated racial shooter bias: Officers and citizens alike more quickly "shot" armed targets who were Black (vs. White) and more slowly decided to "not shoot" unarmed Black (vs. White) targets. Plant and Peruche (2005) found that certified police officers were more likely to mistakenly shoot Black versus White unarmed suspects. However, the bias decreased as officers repeated the trials, suggesting that perhaps such bias is not inevitable and can be reduced with practice or training. Plant and Peruche also found that the shooter bias was more likely to be exhibited by officers who held strong beliefs about the criminality of and/or negative attitudes toward Blacks. Taken together, the research has consistently shown a shooter bias toward Black targets and is indicative of the prevalence of racial biases.
Extending the research on race and shooter bias, Kahn and Davies (2011) found that participants (both White and Black) were more likely to shoot Black targets who were higher (vs. lower) in stereotypicality or who possessed physical features that are perceived as more typical of their racial category (Maddox, 2004) . Black individuals who possess greater stereotypical features (e.g., darker skin, thick nose, coarse hair) have been perceived and treated more negatively by others (for a review, see Maddox, 2004) .
Subtle Discrimination Against Blacks
Finally, studies have shown that racial biases are often very subtle. For instance, Sommers and Ellsworth (2001) had mock jurors read trial narratives about Black and White defendants. They found that when race was presented as a background characteristic (vs. making it explicitly salient), White jurors rated the Black (vs. the White) defendant as more dangerous and crime prone, and they were more likely to convict the Black (vs. the White) defendant. The researchers and others suggest that subtle racial biases have strong negative consequences for Black people, but making these biases very salient may reduce the impact of the bias tremendously and influence people to not act on them (see Devine, 1989) .
Subtle racial discrimination may also be understood in the context of aversive racism. Dovidio and Gaertner (2000) defined aversive racism as a bias that occurs because people hold unconscious and implicit racial prejudices while simultaneously holding conscious, egalitarian attitudes. On the basis of this framework, people who hold egalitarian attitudes will not exhibit racial discrimination in situations where normative behavior is clear. However, when normative behavior is weak or actions can be justified by other factors besides race, individuals are more likely to exhibit subtle forms of racial bias. Evidence of aversive racism has been shown in a variety of settings. One study examining personnel selection decisions found that White decision makers recommended Black and White candidates with strong qualifications at similar rates for a position but recommended Black candidates significantly less often than White candidates when the candidates only had moderate (but still acceptable) qualifications (Dovidio & Gaertner, 2000) . Similarly, an experimental study involving legal decisions showed that White mock jurors did not show bias against a Black defendant (compared with a White defendant) when only admissible evidence was presented, but they were more likely to see the Black (vs. White) defendant as guilty when inadmissible yet incriminating evidence was introduced (Johnson, Whitestone, Jackson, & Gatto, 1995) .
Summary of the Racial Biases Related to Policing
Much of the research we have reviewed to this point illustrates the erroneous influence, whether intentional or unintentional, of race on perceptions and decisions about criminal status and interactions with individuals. Race often serves as an automatic cue to trigger implicit biases about individuals. For police officers (as with members of the general public), automatic cognitive processing (i.e., implicit thinking done without awareness) can serve a protective purpose, as it can guide one's behavior to avoid or remove oneself from dangerous and potentially life-threatening situations and can also guide officers to positive action. However, this automatic cognitive processing can also lead to errors in decision making that disproportionately negatively affect Black citizens.
The Role of I-O Psychology in Extinguishing the Flames
I-O psychologists have shed light on a number of different issues relevant to policing, such as personnel selection, training, and performance evaluation; however, there are many opportunities to expand work in these areas to seek greater understanding of and solutions for reducing racial biases, stereotyping, profiling, and discrimination. In the next section, we review some areas of I-O psychology that may be combined with findings from racial bias research to help detect and reduce racial bias, profiling, and unwarranted aggression in the context of police work.
departments, especially within precincts with large racial/ethnic minority populations.
Although there has been progress in hiring more diverse officers, statistics show that there are communities in which the demographic makeup of the police department is vastly different from that of the surrounding community. For instance, in Baltimore 70% of the police force is White, whereas the general population is only 50% White. Even far more striking is the fact that Whites make up 80% of the police force in Ferguson but only 25% of the general population (Ashkenas & Park, 2015) . In minority communities, the lack of demographic diversity within police forces, especially as it misaligns with the demographic diversity profile of the community, is commonly believed to fuel some of the tensions between officers and community members. It is also believed to lead to an increased prevalence of racial biases, such as the outgroup homogeneity effect whereby members of an outgroup are commonly mistaken as being characteristically the same as someone else from the same outgroup (Rubin & Badea, 2012) .
There is, in fact, much consensus that creating more balance in terms of racial similarity between law enforcement officers and citizens in the communities they serve would help improve relations between the two groups. Indeed, research has shown the positive benefits of racioethnicity matching between employees and customer bases on employee productivity and customer satisfaction (Avery, McKay, Tonidandel, Volpone, & Morris, 2012). Thus, I-O psychologists should work with police agencies, particularly in diverse communities, to provide strategies to help attract, recruit, and screen more diverse job applicants in these areas.
When it comes to the selection of police officers, there is ample research in terms of the different traits that predict successful on-the-jobperformance, although more could be done to predict potential bias toward citizens. A meta-analysis examining the relations between selection criteria and police performance showed that cognitive ability is positively related to patrol performance and negatively related to serious officer discipline problems (Aamodt, 2004) . Furthermore, cognitive ability measures developed specifically for law enforcement selection are marginally better predictors of performance than are more general cognitive ability measures (Aamodt, 2004) . Other research and applied work, including job analyses, has identified several characteristics that are deemed necessary and important in order for selected people to become effective officers. Some of these characteristics include integrity, decision making, discretionary judgment, emotion regulation, stress tolerance, community relations, teamwork, physical ability, and safety (Berner, 2010; Hough, 2002) . In addition, personality assessments have been useful in effectively distinguishing between topand lower-performing officers at entry levels (Detrick & Chibnall, 2006) . Specifically, Detrick and Chibnall found that the best entry-level officers collectively displayed significantly lower levels of Neuroticism as well as higher levels of Conscientiousness and Extraversion than did the worst performers. Personality traits of police officers have also been shown to provide favorable predictive validity for outcomes like tardiness, absenteeism, and supervisory ratings (Craig, 2005) , and Conscientiousness, in particular, has been found to predict job performance in officers (Barrick & Mount, 1991) .
The factors mentioned above have been found to be important for selecting and hiring qualified law officers; however, less is known about the ability of selection procedures to predict officers' stereotype activation and application, prejudice, and discrimination against racial minorities. I-O psychologists working with law enforcement agencies can draw from the literature about racial biases to inform personnel selection procedures that help identify applicants' attitudes toward minorities, prejudices, and potential to display differential behavior toward minority (vs. nonminority) citizens. I-O psychologists can develop screening procedures that specifically assess potential for racial bias in the role. One way to do this would be to develop exercises or simulations that examine differences in behaviors or intentions to behave toward minority and nonminority citizens. In addition, situational judgment tests could be developed to gain information about applicants' judgment and decision making regarding citizens of different races. Such tests could ask applicants about the most effective response to a situation with a minority citizen and ask a similar question using a nonminority citizen. These items could be speeded (i.e., have a time restriction) to add an element of quick and spontaneous decision making. If a timed measure were used, it would be best to control for reading speed by having the scenarios administered audibly. It is important to note that information about a candidate's propensity for race bias might be used as part of the screening process in conjunction with other assessments. This information also may be used as a means to address candidates' potential proclivity toward bias during their onboarding and initial training and professional development activities.
Training
Training is another foundational area of I-O psychology. In this area, diversity, cultural, and sensitivity training are often used in part to reduce and prevent employees' biased behavior toward others. Some organizations offer sensitivity training specifically for police officers as a means of improving relations within their workplaces and with the communities they serve (e.g., the Anti-Defamation League and the Center for Policing Equity). Usually these training programs focus on providing knowledge about minority populations, communication skills for interacting with minority populations, and awareness of personally held cultural assumptions in hopes of improving https://www.cambridge.org/core/terms. https://doi.org/10.1017/iop.2016.5 police officer behaviors and attitudes toward minorities (Ungerleider & McGregor, 1993) . A meta-analysis found that diversity training has positive effects for a variety of outcomes, including those that are cognitive (i.e., learning, knowledge), skills related (i.e., behaviors and behavioral intentions), and attitudinal (Kalinoski et al., 2013) .
The research on racial bias could be used to develop predictive measures that can determine whether there are significant and systematic differences in officers' reaction times and level of force toward citizens with varying stereotypical racial features. One such measure could be a training simulation that places an applicant in an ambiguous situation in which a citizen may potentially be perceived as a threat and then measures the decision making of the applicant based on stereotypicality as well as the speed at which the decision was made (similar to the shooter-bias scenarios, although other behavioral response options can also be used, such as physical takedowns of citizens). Such simulations, as well as shooter-bias simulations, could be implemented in training sessions to teach officers about race-based shooter biases. In such cases these exercises could be coupled with activities that help reduce the biases seen in the simulations.
In addition, I-O psychologists can work to expand the scope of officer diversity training to include information about implicit racial biases and their impact on behavior when needed. It is likely that some forces already incorporate such information, but in cases where they do not, this information would be valuable. It is important to ensure that training focuses on teaching officers to not only recognize cultural assumptions as stereotypes but also understand the nature of unconscious bias and how to recognize their own biases. Diversity training should include information concerning the realities and consequences of the tensions between officers and citizens (particularly minority citizens) in a way that clearly demonstrates its importance. This should stimulate insight into how these tensions influence citizens' perceptions, trust, and potential behavior toward officers, as well as insights for how to overcome negative perceptions and remain calm when appropriate.
In addition to sensitivity training, training that combines conflict resolution with racial bias reduction strategies would be beneficial in reducing some aggressive incidents between officers and citizens of color. Although conflict resolution training may be quite common, it is not always mandatory, and it may not always include an emphasis on race bias and tensions in this context. Citizens who are minorities may show increased levels of fear, anxiety, or agitation when they encounter police officers as a result of their perceptions of and experiences with prior victimization and their awareness of what they see as police harassment and brutality. Anxiety-ridden responses or stereotype-consistent behaviors from citizens also may be the result of the treatment they are experiencing from officers within a current interaction. That is, if Black citizens perceive that an officer is treating them in a manner that is overly hostile and based on race, they may indeed respond in an agitated, aggressive, or other negative manner, which in turn would likely lead to an escalation of conflict. Conflict resolution training designed to specifically deal with relations between officers and minority citizens could focus on de-escalating situations in nonviolent ways.
I-O psychologists could apply expert knowledge and experience to improve the execution and evaluation of these trainings. In terms of execution, greater guidance on delivery of the trainings can be given to ensure that content is delivered consistently and effectively so as to maximize learning and transfer of knowledge. Also, providing further validation evidence for the usefulness of diversity and cultural sensitivity training would bolster the call for such training to become a requirement for police departments. It may also increase the use of diversity sensitivity training, even when the law does not obligate officers to undergo this training. I-O psychologists also can help to identify other possible areas where additional officer training is needed by conducting training needs analyses. For example, the knowledge and skills taught in the police academy could be better aligned with those needed once on the job (Henson, Reyns, Klahm, & Frank, 2010) .
Although training should help reduce some of the expressions of racial bias in policing, it is possible that training on soft skills such as cultural sensitivity may fade over time, particularly in a high-stress, high-demand job such as law enforcement. To address this issue, I-O psychologists could conduct assessments to understand the dynamics that influence such fading effects and could work to develop systems that allow for systematic and periodic training related to diversity and cultural sensitivity. Further, needs analyses can be used to help identify the need for retraining, the frequency with which retraining should occur, and the resources needed to ensure that such an endeavor is more effective than costly.
Performance Evaluation and Management
A host of I-O research also focuses on performance appraisal and the evaluation process. Although it can be assumed that most law enforcement agencies use adequate measures to evaluate task performance, these measures may not include evaluations of behaviors that indicate racial bias. To address this, I-O psychologists should work with law enforcement to develop evaluation measures that clearly evaluate the fair treatment of citizens of all races. I-O psychologists could help to develop specific, observable, and measurable criteria with regard to displays of racial bias to accurately measure fair treatment. Including these critical performance criteria in evaluations would provide better identification of officers who may be more likely to use overly aggressive or potentially deadly force that is avoidable. Although individual incidents of excessive or fatal force are likely recorded and considered in performance evaluations, the potential racial bias within such incidents might not be reflected in an officer's evaluation if the performance evaluation system does not specifically account for bias. That is, the context of and pattern for displaying racial bias might be missed if performance evaluation systems do not explicitly include a measure of such bias.
Providing more formal evaluations of behaviors that are indicative of racial bias in typical and less critical situations (e.g., traffic stops) would help to monitor incidents and, over time, identify officers who routinely engage in activities reflective of racial bias (such as a disproportionate frequency of stopping and searching Black vs. White citizens). Providing more accurate and consistent accounts of biased behaviors in typical and frequent circumstances would help to prevent escalating patterns of bias-which ultimately can spin out of control in the form of larger, critical incidents. More consistent identification of racial bias would also send a clear message to officers that the organization does not condone racial bias in any form. In addition, such measures would help to identify officers who frequently exhibit racial biases with citizens, which is important for holding officers accountable and taking corrective action.
In addition to formal evaluations systems, I-O psychologists could also work to help develop and implement more ongoing, frequent feedback mechanisms for tasks that are considered routine, such as traffic stops or responses to domestic disputes. These feedback mechanisms could be formal and/or informal. The frequent nature of this process would allow for earlier detection of bias and could lead to more ongoing opportunities for development (vs. consequences) than annual evaluation systems. Feedback systems could be based on data from written reports, dash camera videos, body-mounted cameras, and other observations. Supervisors could review data from similar instances (e.g., traffic stops) involving citizens from various demographic backgrounds for a given officer and evaluate the officer's performance and outcomes in these instances. This process would enable officers and their supervisors to detect any potential differences in behavior that occurred in similar interactions that might seem routine and not particularly aggressive (e.g., perhaps an officer is more likely to ask to search a car during a traffic stop of minority vs. nonminority citizens) but that might indicate racial bias.
In addition, in cases where officers work with a partner, the pair could be trained to perform abbreviated after-action reviews and short debriefing sessions after responding to incidents. In these sessions, it would be important to discuss the demographic characteristics of the citizen and how they may have influenced the interaction. Such frequent evaluations would yield earlier detection of potential biased treatment, would create more conscious thought about how and why one's interactions with minority citizens may be biased (e.g., an officer may think about what situations are more likely to induce bias), and would allow for a quick intervention that could ultimately thwart the use of unnecessary or unreasonable force or the escalation of situations involving minority citizens.
Practitioners can help in other areas of performance management. Some recent data suggest that officers in some police forces are rarely disciplined for citizen complaints (Williams, 2015) . This lack of accountability sends a signal to officers that they can treat citizens in ways that may make them feel violated or uncomfortable without consequences. This may provide officers who engage in racially biased behaviors toward citizens with a belief that they have a license to continue to act in this way. I-O psychologists could work with police departments to develop clear policies regarding the consequences for officers who have displayed biased behaviors toward citizens and others. Such policies should provide clear rules and guidelines about what types of behaviors are considered biased and should clearly delineate the consequences for violations. Further, practitioners can work with supervisors and human resources partners to help develop action plans for how to implement disciplinary actions when officers have violated policies. The administration of consequences for violations must be consistent and in line with policies in order to develop performance standards, effect positive change, and create accountability for those who engage in biased behavior.
Organizational Climate
One factor that can contribute to the persistence of negative racial bias within a law enforcement organization is the extent to which the organizational climate supports such biases (through either actively condoning displays of bias or passively not condemning it). That is, if the organization climate is one that passively accepts or openly embraces these biases, then individual officers within this organization may feel more comfortable expressing such biases. A climate that condones racial bias may be one in which officers support or fail to condemn practices of racial profiling in daily tasks (e.g., traffic stops). In addition, racial biases can become part of the climate of the organization if incidents that may be seen as innocent, such as telling profane race-related jokes or using racially charged language, are not prohibited. Although such behaviors may not appear to be related to task performance, they can lead to social norms or standards of accepted behavior within the organization that lead to and/or bleed into task performance (e.g., using racially charged language when discussing or interacting with potential suspects). Indeed, as people look to others to help decide what behavior is acceptable, findings show that people in the presence of those who condone (vs. condemn) prejudice are more likely to express prejudicial attitudes (Zitek & Hebl, 2007) . Furthermore, research has shown that acceptance of disparaging humor, such as racially charged jokes, can fuel a tolerance for other forms of prejudicial expression and discriminatory behaviors (Ford & Ferguson, 2004) . In the context of law enforcement, officers in environments that condone (vs. condemn) prejudicial expression toward Black people and other minorities may be more likely to act in a discriminatory manner on the job.
On a positive note, normative information and behavior also can encourage positive behaviors. Findings suggest providing individuals with information that racial stereotyping is not normative can reduce stereotyping against others (Stangor, Sechrist, & Jost, 2001 ; see also Zitek & Hebl, 2007) . Thus, changing the norms within an environment to be more positive should have similar influential effects to that of negative normative behavior. Some police departments are beginning to try to actively create normative environments that condemn biases, hate, and intolerance. For instance, police departments in San Francisco are asking officers to recite a pledge against intolerance and hate (Elias, 2016) . The pledge was developed in part by an affinity group within the department as a way to combat racism and reduce tensions between officers and community members. Such steps may seem small, but they have the potential to lead to positive behavior. I-O psychologists can work with departments to simply educate officers and other members of the organization about the power of normative influence and about how to create positive change in normative behavior.
I-O psychologists have conceptualized "diversity climate" to account for how race relates to organizational culture (for examples see Gonzalez & DeNisi, 2009; McKay et al., 2007; Mor Barak, Cherin, & Berkman, 1998) . Diversity climate is a more specific measure of organizational climate that refers to "employees' shared perceptions of the policies, practices, and procedures that implicitly and explicitly communicate the extent to which fostering and maintaining diversity and eliminating discrimination is a priority in the organization" (Gelfand, Nishii, Raver, & Schneider, 2005, p. 104) . Within law enforcement, I-O psychologists could conduct climate studies to measure factors such as acceptance of racial bias within specific law enforcement agencies. Some useful measures already have been developed to measure culture and climate for inclusion (for example, see Mor Barak et al., 1998) . To effect positive change in this area, I-O psychologists could begin with developed and validated measures to assess the current organizational climate regarding the nature of race relations within police departments. Additional measurement tools that specifically assess climate for racial diversity could be developed to supplement those measures.
In addition to directly measuring diversity climate within law enforcement organizations, new measurement tools could be developed that explicitly capture how community members' perceptions might influence the diversity climate within law enforcement organizations. It is quite likely that interactions with citizens in the field influence an individual officer's mood, attitude, and behavior, which can in turn influence the mood and behaviors of others and the overall diversity climate. Results from climate surveys could be used to develop interventions and change-management programs to reduce racial bias (or other biases) when organizations exhibit significant levels of bias. Some law enforcement organizations have begun to institute policy changes with regard to issuing body cameras to officers in an attempt to create fairer treatment of citizens regardless of race (Kahn & Martin, 2016) . These devices should influence the organizational climate, particularly within organizations where officers do not believe there is a high level of bias-based policing. I-O psychologists can work with such organizations to help organizations adjust to how organizational changes might influence officers to ensure that such changes do not have negative effects on officers' job attitudes and behavior.
Finally, policies and procedures that foster more positive diversity climates could be developed (including specific diversity training). In cases where changes are necessary, I-O psychologists could work with departments to determine the best way to communicate and implement changes.
Leadership
Management buy in and support are important factors in successfully implementing new policies or changes in organizations and may be particularly critical in reducing discrimination (Balogun & Johnson, 2004; Maitlis, 2005; Ruggs, Martinez, & Hebl, 2011) . In agencies in which racial biases have been identified, it is crucial to have management support in implementing policies to combat the presence and consequences of these biases. Understanding and managing the dynamics of leadership in law enforcement agencies is crucial to making positive changes regarding systematic racial biases instituted by officers within these agencies. As discussed in sections above, I-O psychologists could work with police departments to ensure that leaders have the right tools for dealing with racial discrimination in terms of performance management, policies and procedures, training, organization climate, and other talent management tools.
I-O psychologists can help to expand leadership development programs in law enforcement to include racial sensitivity modules. These programs could provide leaders with the diagnostic skills needed to assess situations in terms of weighing racial bias against behaviors that fall within protocol and procedure. Leaders could gain skills in understanding how racial biases have influenced situations and the chain of unintended consequences. These programs would equip management with tools to effectively deal with racial biases when they arise.
Community Relations
Problems with individual police officers or some police departments do not reflect the entire law enforcement community, but the number of racial incidents across the United States points to a systemic issue. Racial disparities in law enforcement are abundant (Goff & Kahn, 2012) . The systemic issue is exacerbated by generally poor perceptions of the police, which are often particularly prevalent in minority, low-income communities. Support for this has been shown empirically. Across 92 studies, Black and other racial minorities reported significantly more negative attitudes and perceptions concerning police than did Whites (Peck, 2015) . Negative perceptions of officers sometimes exist even when bias-based policing is not occurring. This appears, at least in part, to be the result of emotional contagion resulting from the farreaching impact of fatal events, such as the shooting of Michael Brown, that shake the trust of citizens and confirm beliefs and fears about police brutality and bias-based policing. Even in instances where unnecessary force is not involved, minorities may still have fears about police due to past (and sometimes present) policies that appear to unjustly target minorities, such as stop-and-frisk policies. One potential solution to negative perceptions of police is community policing, which seeks to enhance relationships between law enforcement and the community. Community policing also gives police a greater sense of community service and provides more interaction between officers and the communities in which they serve (Greene, 2000) .
To further the mission of community policing, I-O psychologists can help to develop and administer assessments for community members that gauge their perceptions of local law enforcement (e.g., level of trust). These assessments should take a community-level approach as a means to understand the overall community climate as well as differences in perceptions across different demographic groups. If some groups within the community have more negative perceptions than others do, then I-O psychologists can work with law enforcement officials to determine why these differences are present. Is it the case that some members of the community perceive negative bias toward their community from police, and if so why? Do some groups have inaccurate or incomplete information about things that officers have done in the community? Once there is a diagnosis, I-O psychologists could work with police departments to develop programs to enhance community members' perceptions and gain trust. In addition, longitudinal measures could be obtained to track community climate changes and progress toward more positive climates as well as ensure more accountability from police departments.
The Role of I-O Psychology in Preventing Future Fires
In addition to taking immediate action to extinguish current flames of tension and conflict between police departments and communities, I-O psychologists can play a role in helping to prevent future fires by conducting more research in areas related to racial biases in policing. A more complete understanding of the factors that predict police officer expression of racial bias, as well as the identification of factors that aid in the suppression of these expressions, would contribute to the overall mission of stopping excessive or unwarranted police aggression toward citizens while also building and restoring trust in law enforcement from skeptical citizens. Future research could take a deeper look into factors that influence officer bias. Previous research on prejudice has shown that some ideological beliefs and individual difference characteristics such as right-wing authoritarianism (see Altemeyer & Hunsberger, 1992) are correlated with prejudicial attitudes. In addition to such beliefs, there are other cognitive and attitudinal factors that influence officers' perceptions of minority citizens. Future research should examine potential individual difference characteristics that may exacerbate expressions of racial bias from officers.
Future research should also examine other variables in addition to bias that may lead to unnecessary use of force by officers or differential treatment of citizens based on race. Two such factors that may influence expressions of racial bias are the crime rate in and demographic makeup of the community in which the officer works. An officer who works in a predominately minority community that has a high crime rate may see stereotypes about minorities and violence confirmed more often and, therefore, may be more likely to express racial bias than an officer in a largely White community with a low crime rate. However, if officers in predominately minority communities are motivated to get to know members of the community in which they serve, they may be more empathetic. Further, they should be less likely to exhibit racial bias even if there is a high crime rate because they are able and willing to perceive the people they interact with as individuals deserving of safety and respect and not as stereotypical representations of the group in which those individuals belong.
In addition to examining how individual-and societal-level factors may influence the expression of racial bias by officers, future research should examine how situational factors may influence bias expression and excessive use of force by police officers. That is, are there specific conflict triggers that lead to officers' biased behavior? One trigger point is likely citizens' behavior toward officers. If an officer perceives negativity or resistance from a citizen during an interaction, this will likely influence the officer's behavior such that the officer is more forceful and assertive in the situation. This type of response would be appropriate to maintain control of a situation; however, the level of forcefulness may tip toward excessive, based on citizen demographics. Specifically, it is possible that some officers are more sensitive to certain types of behaviors when displayed by minorities versus nonminorities and therefore respond differently to the same behaviors displayed by individuals from different racial groups. Research should explore differences in trigger points as a function of the citizen's race, as well as explore ways to potentially increase officers' awareness of these triggers.
Finally, we recommend that future research examine additional interventions that can be used to reduce and prevent the expression of racial bias and biased-based policing as well as the perception of these biases. Greater research is needed in the overall area of diversity training to understand the long-term outcomes associated with training and the effect of diversity training on behavior in the field. Future research should take a longitudinal approach to examining the outcomes of trainings that focus on reducing racial bias. In addition, research should examine the effectiveness of different interventions geared at community policing and creating more positive interactions between citizens and police in communities where trust is broken and tensions are high. Some research in this area is underway in various fields outside of psychology such as criminal justice, law, and sociology; therefore, an interdisciplinary approach to interventions would be most appropriate and beneficial. We encourage greater interdisciplinary work between I-O psychologists and experts from other fields to help take a more holistic approach to the problems occurring with racial bias in policing and the ways to reduce such problems.
Conclusion
Continued incidents involving potentially excessive police aggression against unarmed minority citizens points to systematic individual-, occupational-, and organizational-level issues within law enforcement institutions that need to be addressed. We have highlighted several areas in which I-O psychologists are well positioned to be a part of the solution. The field of I-O has many resources that can be useful in reducing systematic racial bias in law enforcement. We send a call to action to both researchers and practitioners to use these resources to help douse the flames of racebased responses to citizens that are occurring across the country (and prevent these fires from persisting). To this point, there have been some attempts to address individual incidents; however, the nature of the racial bias that accounts for some of these incidents will require truly systemic and systematic interventions that examine and address psychological processes at the individual, organizational, and societal levels. Thus, we recommend greater empirical research within the areas we have discussed in order to validate, implement, and evaluate evidence-based management programs regarding https://www.cambridge.org/core/terms. https://doi.org/10.1017/iop.2016.5 racial bias in policing. Further, I-O practitioners must continue to proactively seek greater opportunities to engage in problem solving and solution building for police agencies with regard to racial biases. Only then can we attempt to combat widespread racial bias, profiling, and violence across United States communities. b r i ng i ng i -o to l aw e n f orc e m e n t
